In the current scenario, the human capital and strategic management of human resources are very common in the organizations in terms of philosophy and technique. The term of "human capital" is considered as a key element in improving the assets of an organization, since it is a sustainable competitive advantage and increases the employees' efficiency. Some organizational theorists apply the rules of human capital theory to prove the ability to create useful competitions between companies by means of developing individual human resources. While large scale investments in government sectors have been planned and numerous projects are underway, the scarcity of man power is increasing day by day and unless an urgent action is taken, it has the potential to become a major bottleneck to the rapid growth in the sector that has just begun. Hence, it is essential to study the various human capital challenges currently being faced by Tangedco (Tamil Nadu Generation and Distribution Corporation) in order to lay out certain strategies to meet out these challenges. The present study has made an attempt on these aspects in order to formulate future policy implications.
INTRODUCTION
Electrical energy is one of the most basic and critical input for stimulating the economic activities of various sectors. Sustained growth of all the sectors is possible only when the availability of quality and reliable power is ensured. India's power sector is one of the largest power sectors in the world and its commendable growth was facilitated with a slew of Central Government's proactive policies. Enactment of Central Act viz., 
STRATEGIES FOR DEVELOPING HUMAN CAPITAL
The most significant and challenging changes have been introduced in the power sector. There should be a sustained attempt at designing an appropriate policy to create human capital and competency in the electricity supply chain. This may be achieved by i) Attracting the talents by showing the various opportunities, improving the brand image and changing the working environment; 2) Devising the training programmes to cover behavioral & attitudinal changes; 3)
Strengthening curriculum and developing certification standards; 4) Expanding the existing training facilities and creating new infrastructure; and 5) Ensuring proper allocation and utilization of funds.
Need For The Study
While large scale investments have been planned and implementation of numerous projects are under progress, the scarcity of required man power is increasing day by day and unless an immediate action is taken, it has the potential to become a major bottleneck to the rapid growth in this sector that has just begun. Hence, it is essential to study the various human capital challenges currently being faced by TANGEDCO in order to lay out certain strategies to meet out these challenges. The present study has made an attempt on these aspects in order to formulate future policy implications.
At this juncture, the present study answers the following research question.
• What is linkage between the existence of human capital challenges and its consequences? 
OBJECTIVES OF THE STUDY
The objectives of the present study are confined to:
• To measure the level of existence of human capital challenges at the organization;
• To examine the various outcomes of human capital challenges in the organization; and
• To evaluate the impact of human capital challenges on the various outcomes of human capital challenges. 19 suggested that HR practices, and innovation are impact mechanisms for transmitting the benefit of learning orientation and market orientation into performance outcomes. Currie and Kerrin (2003) 20 identified the importance of knowledge management, for the development of human resources in the organization. The investment on human capital has a significant impact on knowledge sharing.
MEASUREMENT OF THE CONCEPTS Core Human Capital Challenges (Chcc)
The core human capital challenges are the challenges related to loss of key workers (Carameli and Schaubroeck, 2005 ) 21 and attraction of new talented and competent workers (Nordhaug, 1993) 22 . The core human capital challenges may 33 .
In the pre-study, the objectives were pre-determined whereas the methodology was designed to fulfill the objectives. Hence, it is descriptive in nature.
The sample size of the study was determined by 1 Ne N n 2 + = whereas n-sample size, N-Population, and eerror of acceptance. The determined sample size in the grade of Chief Engineer and above; Superintending Engineer; Executive Engineer; and Assistant Executive Engineer and Assistant Engineer are 40, 119, 272 and 296 respectively. The lottery method was adopted to select the sample. Hence the applied sampling procedure of the present study is random sampling.
The required data to fulfill the objectives of the present study are collected with the help of the questionnaire.
A pilot study was conducted among 25 top level management (Chief Engineer and above; Superintending Engineer ;) and 25 middle level management staffs (Executive Engineer; Assistant Executive Engineer and Assistant Engineer). Based on their feedback, the alternations in questionnaire were made. The instrumentation was adopted to test the reliability and validity of variables in each concept. The final questionnaire was prepared to correct the data from the respondents.
INSTRUMENTATIONS
It represents the instrument to be used to collect the data, its contents and also its validity and reliability.
The questionnaire used in the present study consists of 8 concepts. The results are shown in Table- 
RESULTS AND DISCUSSIONS
The respondents view on core human capital challenges are examined with the help of the mean score of all seven core challenges. The score of each core challenges is measured by the mean score of the variables in each core challenge.
The mean score of each CHCC among TLM and MLM have been computed separately along with its 't' statistics.
The results are shown in Table 2 . statistics are significant at five per cent level.
ORGANIZATIONAL COMMITMENT AMONG THE RESPONDENTS IN THE ORGANIZATION
One of the important expected outcomes from the human capital is to enrich the organizational commitment among the respondents at organization. The organizational commitment among the respondents is essential to increase the productivity and profitability of the organization. The higher human capital is one of the causes for the better organizational commitment among their respondents. Hence, the present study includes it as one of the outcome of human capital. The organizational climate in the present study has been measured with the help of 7 variables. The respondents are asked to rate these variables at five point scale from highly agree to highly disagree. The assigned scores on the scales are from 5 to 1 respectively. The mean scores of the variables among TLM and MLM have been computed and shown in Table 3 . -Regression co-efficient of independent variables a -intercept and e -error term
The impacts of human capital challenges on the organizational commitment among the TLM and MLM and also for pooled data have been examined separately. The results are shown in Table 4 . 
CONCLUDING REMARKS
The present study concludes that the levels of existence of human capital challenges are higher in TANGEDCO.
The top level managers view these problems as higher than the middle level managers. 
POLICY IMPLICATIONS
This challenge may be met by the provision of adequate recruits, salary, welfare provision, and training to the freshers. The organization is advised to conduct many need based skills development programmes to enrich the productivity of their personnel. It should be a continuous process. The organization is advised to focus many personality development programmes and counseling to their employees in order to change their mindset. Most of the staffs are subjected with red tapism, immobility, lack of adoption and participation. These will be eliminated with the help of appropriate administration and also the behavioral shift among the staffs.
Most of the staffs are not having and believing on their capability to manage the events. Hence, they are always led by other unwanted elements which are outside of the organization which result in poor productivity. This can be removed with the help of giving various motivational training programmes and confidence building exercises for the top level management.
The organization is advised to use the outside talents to design the training contents, materials, trainers and period of training which will be highly useful to provide need based training to their staffs.
The organization is advised to create a learning culture among their employees and create an environment of organizational learning and development.
The important measures to retain the talents in the organization are career development and performance based rewarding.
These challenges may be solved by frequent brain-storming sessions among the employees and continuous evaluation of acquired knowledge among them. There should be a proper motivation and facilities to provide for developing the knowledge among the employees by the organization. 
